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Action plan 2018-2020
10 year review
	Glossary

	APM – Academic Projects Manager
	Head of OD – Head of Organisational Development

	APO – Academic Projects Officer
	HR IO - HR Information Officer

	ASSG – Athena SWAN Steering Group (formerly ASSSG – referring to Silver)
	HR OPS – HR Operations Manager

	BRC – Biomedical Research Centre
	PDTF – Post Doctoral Training Fellows

	CCRSB  – Cancer Centre Research Strategy Board
	RDCoor – Researcher Development Coordinator

	CDF – Career development Faculty
	RDM – Researcher Development Manager (formerly Researcher Development Advisor)

	EDIM – Equality, Diversity and Inclusion Manager (formerly Athena SWAN Coordinator)
	SCUF – Scientific Computer Users Forum

	e-LSCM – e-Learning & Scientific Content Manager
	SO – Scientific Officer (technical staff)

	HCG – Head of Corporate Governance (formerly ACS – Assistant Company Secretary)
	SSTR – Strategic Student Training Review (Triennial


Key: Yellow highlight = has been contacted
	2018-2020 ICR Action plan – New actions arising from our 8yr review
	

	
	Action
	Owner(s)
	Success Measure
	Update 

(to be completed at next re-accreditation)

	1) Using data to inform priorities and measure impact
	

	1a
	i) Annual spot check survey on key areas to be conducted and reported to CEO via the Corporate Leadership Board.
ii) Triennial ICR-wide attitude survey and results to continue being separated by job type, gender and ethnicity.
Concordat principle 7
	Head of OD
	i) An annual short survey to be run around three key areas:

· Mental Health & Wellbeing

· Career Development

· Reporting Bullying and Harassment

To be run by Dec19, reported to CEO via Corporate Leadership Board.
ii) Triennial ICR-wide survey to be run by Sep2021 to continue monitoring trends and progress.
	i) Pulse survey (19 questions) ran in Jan 2020 – 67% completion rate (n=817). Results analysed by Division, Gender and Staff group.  Results shared with key staff groups and associations, ASSG and division heads.  Recommendations on further actions made to Corporate Leadership Board annually in October and acted upon. Follow on action: ECI6 in new action plan
ii) Triennial full survey will be run in Feb 2021 and include COVID specific section as well as the questions from pulse survey above to enable tracking. Follow on action: ECI6 in new action plan

	1b
	Improved recruitment data.
Concordat principles 1, 6
	HR Director

HR IO

Action plan: ASSG
	i) Importance of uploading shortlisting information to e-recruitment to be included in recruitment-related training courses by Dec19. Intranet article to be done by May19 ahead of recruitments for the new academic year.  
ii) Continue to aim for an increase in use of this document, but rephrasing the target measure to the following, in order to align with our Annual Equality Report objectives:

· To reduce the number of job applicants shown as ‘No Decision’ to 5% Dec19.
	i) A guide to uploading of shortlisting information into e-recruitment is now advised in the workbook which accompanies the Recruitment Training delivered by HR for all hiring managers. Follow on action: ECM1  in new action plan
ii) “No decision” rate (including statuses that are on hold, scheduled or at the new application status) for the 18.19 academic year was 12.4% and for 19/20 it is at 6% (this excludes incomplete vacancies where the outcome of the position is not known). Action complete

	1c
	Establish the career destinations of former researchers (postdocs, students, technical staff) & measure the impact of ICR-provided training/careers support on the careers of leavers
Concordat principles 3, 4
	APO, APM
RDM, RDCoor 

Action plan: HR Strategy
	i) Student alumni destination project to track destinations of 82% of alumni and questions to be incorporated into alumni surveys to assess the impact of support received. Aiming for 50% survey response rate and results reported to Research Degrees Committee. Both actions by Dec19.  
ii) Postdoc alumni destinations project to reach >75% of manually tracked alumni by Dec19. Survey to assess impact of support received to be sent by Dec18 aiming for 50% survey response rate. Report on career destinations biennially at the postdoc careers conference (due Jan19).

iii) SO alumni destinations project to reach 60% of manually tracked alumni by Dec19. Findings to be presented to the SOA and at the SO Technical Conference every other year (due Oct19). 
iv) Continue to promote the dedicated LinkedIN groups for Students, Postdocs and SOs at internal conferences and careers events/training to aim for:

· 130 members (student group)

· 210 members (postdoc group)

· 100 members (SO group)

By Dec19.

	i)As of Oct 2020 87% of alumni since 2010 have been tracked. Destination stats are now reported annually at Research Degrees Committee. A new exit survey was launched in July 2020 and results to be reported biennially to academic dean and RDC alongside biennial PRES results. Follow on action: PCD13 in new action plan
ii)RDM & RDCoor presented results of postdoc alumni destinations at the 2019 postdoc conference (n=60 attendees, 50% of postdoc population). An online postdoc career conference planned for Feb 2021. To date 74% of alumni destinations have been tracked. Follow on action: PCD12 in new action plan 
iii)Destination data has been gathered for 52 of the 58 SO Alumni who have a LinkedIn profile.  An analysis has been done of the types of employers alumni go to.  EDIM presented ‘SO leaver project – What Scientific Officers do Next’ at 2019 SOTC.  2020 SOTC paused due to covid. Follow on action: relates to scientific professional grades and therefore carried forward in Technician Commitment action plan
iv)Student alumni LinkedIn now has 709 profile connections.  Connections only made with ICR alumni or those with a relevant ICR affiliation.
Postdoc and alumni Linked in group promoted in regular induction and careers sessions and postdoc conferences, now has 218 members. Follow on action: PCDR6 in new action plan 
SOs Past and Present LinkedIn group now has 58 members and the joint Research Institutes Technician Group (RITG) LinkedIn has 101 members – aims to promote networking between organisations. The ICR Scientific Officer Association started a Twitter account in 2019 and have 178 followers. Follow on action: relates to scientific professional grades and therefore carried forward in Technician Commitment action plan

	2)  Leadership and management development
	

	2a
	Mandatory equality and recruitment training:

i) Increase attendance of current staff on Equality Excellence training through improved monitoring at probation review point. 

ii) New recruitment training developed and offered to all panel chairs 

iii) New online refresher on Equality mandatory to all staff
Concordat principles 1, 6
	Head of OD

EDIM

Action plan: ASSG
	i) 76% current staff have attended Equality training to date with the aim of increasing this to our original target of 80% by December 2020. This will be done by enforcing completion at probation.
ii) Recruitment training has been delivered to 49% current interview panel chairs. We aim to achieve 80% completion by December 2019 by increasing awareness of this requirement through ICR-wide communications and by a project that aims to review the current support given to team leaders in order to improve support/training for this group.  We now have a dedicated single point of recruitment for Faculty recruitment. EDIM and Head of OD to meet with them by March 2019 to agree actions and embed best practices.
iii) Introduction of an annual mandatory online refresher for all staff from Jan19 on equality-related topics, starting with Preventing Bullying and Harassment. 
	i)Mandatory training is now delivered in 2 parts: a supportive workplace + active bystander training (both now delivered online) and required by all staff to successfully complete their 6 month probation. Uptake is captured in the 13 month reports sent to managers by HR.  Refresher training is now also available for all existing staff. Completion rate currently stands at 95%. Follow on action: EC14/ECR4 in new action plan 
ii)Recruitment training now successfully converted to online delivery. To date 47% of line managers have completed this training. Mechanism for a single point of faculty recruitment is now under review by Director of Academic Services and Director of HR together with a review of the existing faculty recruitment policy. Follow on action: EI1 in new action plan
iii)Refresher webinar launched in March 2020. Uptake is monitored via monthly updates from divisions to HR and appraisals not being signed off until this training is complete – rerecorded annually to ensure relevance. Follow on action: ECR1 in new action plan 

	2b
	Developing leadership support in Postdocs:

i) Biennial running of Pathway to Independence – continuous improvement through feedback

ii) Measure impact of Pathway to Independence programme on career development of postdocs

iii) Offer six places for Leadership in action in collaboration with a partner institution 

iv) Analyse the results of the postdoc mentoring survey, identify common themes and put in place appropriate support based on identified needs 

Concordat principle 1, 2, 3 4, 5
	RDM, Academic Dean, Head of Organisational Development

Action plan: ASSG
	i) Run Pathway to Independence and Dean’s Award by Nov19 with at least 85% of participants being highly satisfied. 

ii) Track 60% of participants’ destinations manually by Dec19. Survey the impact of the programme by Nov20.

iii) Continue running Leadership in Action in collaboration with UCL and other London partners maintaining at least 80% satisfaction from postdoc and student participants.

iv) All survey respondents being given appropriate support and 100% to consider the support received as ‘Good and Fitting’ to their identified needs.
	i)We ran Pathway to Independence in Nov 2019 for 28 delegates (an increase in previous year due to high calibre of applicants).  The Dean’s award was extended to 8 individuals rather than the usual 6. 100% of those providing feedback on the programme rated it the maximum score of ‘very good’. Follow on action: PCDI4 in new action plan 
ii) Manual tracking of 100% participant destinations with 42% securing independent research roles within 3 years and 63% securing them within 5 years. Survey showing the strong positive Impact of Dean’s award was complete in Spring 2019 resulting in renewal of awards for 2019/20. Presented at Vitae 2019 international conference. Follow on action: PCDI3 in new action plan iii)Leadership in Action ran in Jun19, with 6 ICR participants. The summer 2020 run was postponed due to covid and new format for online delivery was not deemed possible for wet lab researchers who are currently working lab shifts due to social distancing. Follow on action: PCDI4 in new action plan 
iv)pilot postdoc mentoring programme was launched in March 2019 off the back of the Oct 2018 survey. 4 mentor/mentees were matched and follow up emails to check outcomes of the meetings.  Mentoring for 2020 was paused due to covid however use of the LinkedIn group continued to grow to 212 members as well as the offer of postdoc buddies to new joiners to be added to welcome emails from the postdoc committee. Follow on action: PCDI4 in new action plan

	2c
	Leadership support offered to CDF

i) Mentoring support

ii) We have allocated significant funding for a new management development programme for Faculty (including CDF)
iii) Continue portfolio of support provided to CDF including sessions (e.g. ‘Communicating with Impact’) and bite-sized masterclasses on key skills (e.g. Managing Conflict) to build engagement of the group and involving senior faculty in delivering these. 
Concordat Principle 1, 2, 4, 5
	Head of OD, CDF network, Director of Academic Services

Action plan: ASSG
	i) Continue to offer a mentor to all CDF. Ensure mentors are from outside the mentee’s own management chain.

ii) Continue to monitor Attitude Survey results for Faculty on personal support received “I am given good training to perform in my current job” – aim to increase positive responses from 54% in 2018 to 70% by 2021. 
iii)  Continue to monitor progression of CDF to tenured faculty – aim to achieve 80% success for those reviews due in 2019/20.
	i)Mentoring discussion initiated at annual CDF away day and additional guidance provided in follow up emails.  As of Oct 2020 13/14 have approached a mentor. Follow on action: PCDI6 in new action plan 
ii) Training needs captured at the annual CDF away day and finance/research support induction session developed and now run for all new starters off the back of this.  Mid year 1:1 with all CDF & Learning and Organisational Development to assess training needs, check mentoring is in place and offer coaching where appropriate. Overall themes fed back to Academic Dean with responsibility for this group.  Slack group for CDF and fellows launched Oct 2020 to enable training resources to be shared and provide an informal forum for the cohort to network/offer peer support. 2020 pulse survey measuring this question 59%.  Faculty leadership development launched Oct 2020 with backing of CEO with 22 research and corporate division heads participating in the first cohort. Follow on action: PCDM5 in new action plan 
iii) For 2019/2020 the success rate is 50%, to note however as the numbers are small we have also included a percentage for the last 5 years; over the period 2015-2020 the success rate is 80%. Follow on action: EI2 in new action plan 


	2d
	Supporting leadership skills equally in all genders

i) Continue to run Aurora and Future Leaders programmes from 2017 onwards 

ii) New professional leadership programme 

iii) Long term tracking of careers of Aurora and Future Leaders programmes

iv) Continue to monitor senior committee gender balance and take actions to give more researchers experience in committee participation or shadowing 
Concordat Principle 1, 2, 4, 5
	RDM, EDIM, ASSG Chair, HCG, Head of OD

Action plan: ASSG


	i) Ongoing action: At least 12 places to be offered on both programmes to corporate staff and researchers yearly by an annual competitive application with ongoing evaluation and review.
ii) Launch new professional management programme involving 15months of training by Jan19. Leading to accreditation with the Institute of Leadership and Management. Aim for at least 12 people joining the first run of this programme with 75% completion rate and 80% satisfaction.

iii) Continue to monitor promotions/new career opportunities of attendees biennially – due by Dec19

iv) Continue to ensure that committee places are advertised biannually. Investigate options for shadowing key ICR committee meetings and for attendees to send deputies as a means of career development. Develop guidelines for structuring and managing meetings effectively, including chairing meetings to ensure contributions from all and to have clear role descriptions for committees. This guidance to be incorporated into existing training programmes and to clearly articulate expectations. 
	i)Following an application round in Oct/Nov19, 2 people started the Aurora programme in February 2020 and 15 people started the Future Leaders programme in Feb20 – delivery adapted to online deliver in response to covid. Programme for 2021 will be paused and applications reopened Oct/Nov 21 Follow on action: EI5 in new action plan 
ii)We launched the professional management programme level 3 in Jan19 with 18 people on the programme. This reduced to 13 by Aug19.  And 7 completing the programme in early 2020 (44% completion rate). Evaluation of programme currently in progress.  iii) Promotions/next destinations monitored were captured for those needing to leave the programme midway through completion and will be included in the evaluation. Action closed. Follow on action: relates to scientific professional grades and therefore carried forward in Technician Commitment action plan 
iv) Central list of faculty committee commitment lists now compiled and held centrally to help manage workload allocation by the senior leadership.  Openings for reps on specific committees are advertised either through the staff associations or through a specific division depending on the role needed. Guidance on being an effective rep has been prepared and will be shared across groups or when new volunteers join. Action closed

	2e
	Support for New Managers

Concordat principle 1, 2, 3, 4
	RDM, Head of OD
	i) Analyse training/support available to current and new managers by Apr19 and develop a plan of action to improve managers’ support by Sep19 in time for the new academic year/influx of new staff and students.

ii) Responses to the Attitude Survey question “My manager supports my personal development” from 70% agree/strongly agree in 2018 to 75% agree/strongly agree in 2021.
	i)A  new programme of training for managers was developed in 2019/2020.  Elements of these have been translated to online. Supervisor training is now also delivered in a blended form asynchroniously and synchroniously receiving positive feeback with 100% of evaulations received saying they would recommend the training to a colleague. The result of moving to blended delivery has been an increase in attendance rates, 28 attending since introduction in Sept 2020 Follow on action: EI4/EM1 in new action plan
ii)Full staff attitude survey planned for Feb 2021 Follow on action: EI4/EM1 in new action plan 

	2f
	Recognition of leaders within the SO group
i) Continue to monitor awareness of the SO promotion criteria and mentoring scheme every other year.
ii) Continue to promote the SO Teamwork and Collaboration Award at each SO Technical Conference
iii) Interviews to be conducted with current SOs to identify what motivated them to choose their career path.

Concordat Principle 2, 5, 6
	RDCoor
RDCoor
	i) Awareness of SO promotion mentoring scheme to be measured at the 2020 SO Technical Conference with 80% knowing about the scheme.
ii) Team leaders will be asked to nominate a scientific officer who has made a valuable contribution to team working.  Will aim for at least 6 nominations per year with the winner awarded by the chair of the annual ICR technical conference and communicated to all staff via internal newsletter

iii) Interviews and analysis of the results to be completed, discussed and actions agreed with the SOAC by Dec19.
	i)Awareness of the promotions mentoring scheme was measured via a survey in March 2020, 68% of survey responders were aware of it.  The Technical Conference did not run in 2020 due to COVID but promotions rounds were still opened. On average 18 applications for promotion are received a year with only 4 of these requesting a mentor in 2019.  Lunch and Learn session on SO Promotions open to all SOs & included member of promotions panel ran in Sept 2019 attended by 24 and receiving very positive feedback.  This is now embedded to be repeated annually as part of the Lunch and Learn programme Follow on action: relates to scientific professional grades and therefore carried forward in Technician Commitment action plan 

ii)7 award nominations were received in 2019 with all 7 featured in the SOTC conference brochure with two follow up pieces in Nexus to showcase the finalists.  There was no conference or nominations 2020 due to covid. The call for nominations is now embedded in the conference planning processes. Follow on action: relates to scientific professional grades and therefore carried forward in Technician Commitment action plan
iii)Interviews with SOs were completed in 2018 and analysis will be completed as part of the Technician Commitment 36 month action plan. Follow on action: relates to scientific professional grades and therefore carried forward in Technician Commitment action plan


	3) Defining career paths and supporting career development
	

	3a
	Support for Clinical Researchers:

i) Run a Pathways to Independence for Clinicians following the pilot

ii) Measure impact of Pathway to Independence programme on career development of Clinicians

iii)  Clinical Academic Careers Training programme

Concordat principles 3,4
	RDM, ASSG, CCRSB

	i) Clinical Pathway to Independence to be run biennially following the pilot – first run by Nov18 with at least 24 participants and aim for 80% delegates being highly satisfied with the course

ii) Track the career destination of 50% of participants of the 2016 Clinical Pathway to Independence run and survey the impact of the programme by Nov20.

iii) Expand the 2018 programme to include a session in the new year (Jan19) on ‘Managing a Dual Career’. Continue to run the programme every October.
	i)First run achieved 24 participants and 100% satisfaction in the post course evaluation. 94% felt better prepared to submit an application for funding in the future.  The second run was planned for Nov 2020 was postponed due to covid and many clinical researchers returning to clinic/needing to make up for lost research time. Follow on action: PCD14 in new action plan 
ii)Tracking the career destinations of past delegates of the programme as a measure of impact was delayed due to covid but and will shortly restart.  Follow on action: PCD13 in new action plan 
iii)Managing dual careers session delivered as a follow up to Pathway to Independence (Jan 2019) and delivered in webinar form in Jan 2020. Clinical careers training programme launched every Oct (including 2020) in collaboration with the clinical academic forum (CAF), clinician training steering group and BRC. Follow on action: PCD15/PCDR1/ER4  in new action plan

	3b
	Succeeding in Industry programme
	RDM, RDCoor
	Evaluate the success of the two sessions run for this pilot training programme and create an action plan of additional support.
	Pilot programme launched in Oct 2018-July 2019 with 109 participants joining across 5 sessions where we collaborated with 6 different industrial R&D companies. 100% of those providing feedback said they would recommend the session they attended to a colleague and overall the ranked the sessions 4.5/5 for improving their skills and knowledge to further their future careers.  Succeeding in Industry sessions now embedded in the annual training programme, alternating between alumni and recruiter in industry events. In 2019/20 a further 5 sessions were run and these were used to highlight the industry placement scheme funded by ICR’s Enterprise directorate. Follow on action: PCDR2  in new action plan 

	3c
	Evaluate the recently expanded bioinformatics/scientific computing training provision

Concordat principles 3, 4
	RDCoor
	All bioinformatics-related courses have been classified into a ‘Computing Training’ programme. Evaluate the suitability of this programme by surveying all researchers on their informatics training needs and whether the programme on offer fulfils their needs. Survey to be completed and analysed by Jan19, aiming for at least 50 responses. 
	We ran a survey in Nov18 and 103 people responded. Main outcomes were that course descriptions should clearly emphasise:

what level training was aimed at

prerequisite knowledge/courses needed

 and/or suitable follow on courses this was completed in Jan 2020.
2019/20 Student training review also highlighted a need for data clinic/follow up support for informatics in addition to taught sessions.  Follow on action: ER4  in new action plan 

	3d
	Postdoc code of practice to be promoted and updated biennially
Concordat principle 2, 3, 4, 5
	RDM, HR Operations teams, HR IO, faculty
	i) As code of practice is included in all contract packs, content and recommendations made in it should be reviewed by HR biennially to ensure correctness.

ii) Usage of Code to be promoted at the Postdoc Induction (twice a year) and at relevant training courses (e.g. succeeding in academia) from Jan19 to increase usage of this document in 121 discussions with their supervisors
	i)Code of practice reviewed by HR in Summer 2020 to clarify the ICR’s Workforce Agreement which has been updated with the new tenure limit for PDTFs at 7 years including previous postdoc employment elsewhere.  The updated code of practice is now on Nexus and are included in new starter packs and will be circulated to all team leaders via the next HR newsletter in Jan 2021.Follow on action: EI7/EM2  in new action plan 
ii)Embedded into the new postdoc training and added to Nexus postdoc pages.  Follow on action: EM2/PCDR2/PCDR3/EI2  in new action plan

	3e
	Early training needs screening tool for students 

Concordat principles 4, 5
	e-LSCM
Action plan: SSTR
	i) Work with students to troubleshoot uptake. To have assessed this by Jun19 in preparation for the new student uptake in Oct19.

ii) Promote use of the screening tool at the Student Induction aiming for 51% usage by Jun19.
	i)Complete and presented to student liaison committee ‘Simplify templates and guidance (online and during supervisor and student training sessions) for the Personal Development Plan and Student Achievement Record’ Action complete
ii) Campaign at the start of the academic year is now operating procedure to make sure all of the first years have done what they need to do—including the Training Needs Screener. 2019 we were well over the 51% threshold (for new students) and 2020 stats pending. Action Complete

	4) Recognition and value
	

	4a
	ICR values to be celebrated and embodied
Concordat principle 2
	Comms team

HR team
	i) ICR members to be nominated for each of the six ICR values and publicly celebrated across the institution through ICR-wide communications and individual prizes. 

ii) Appraisal forms and recruitment requirements to incorporate the ICR values.
	i) We launched our values in Nov19. ICR staff nominated others for each of the six values and we announced the winners in ICR wide communications in Dec19 and Jan20.  Action complete
ii)We incorporated the ICR values in the new appraisal forms for the new appraisal window in Mar-May19. Staff are required to indicate which values they have demonstrated the last year and which ones they will emulate in the next year. Action complete

	4b
	Work to support career development and to advance gender equality to be recognised through re-accreditation of Athena SWAN Silver award.
	ASSG

	i) Submit the Silver application in April 2019
ii) Work to complete the new Silver action plan 2019-2023
	i)We submitted the Athena SWAN Silver application in Apr19 which was successful Action complete
ii)We started work immediately on the actions included in the submission ensuring reps from all divisions are involved. Follow on action: EI7 in new action plan

	4c
	LGBT+ network progress
	EDIM

HR OPS

LGBT+ Network committee
	i) Implement recommendations made by Stonewall in feedback to the ICR’s 2017 Workplace Equality Index evaluation. These include family leave policies and equality-related policy review, incorporation of LGBT+ issues in bullying and harassment refresher training and working with senior champions to promote the network and the ICR’s aims to be an equal, open and collaborative culture.
ii) Setting the LGBT+ network’s 2019 objectives  and ensuring they are achieved 
	i)We have carried out the Stonewall recommendations. In 2019 Guidance on being a good ally published and distributed along with rainbow lanyards to those who completed the ally training. The updated training: a supporting workplace + active bystander training uses LGBT+ cases as part of the training as does the refresher webinar to become mandatory in 2021 Follow on action: EC14  in new action plan
ii) We marched in the London Pride parade for the first time as part of the University of London and a wider group of London universities. We hosted the Pride in STEM, Out Thinkers event for LGBT History Month, featuring a range of speakers talking about their research and experiences as LGBT+ individuals in academia. Social events have taken place too including a night to the Science Museum Lates. In Nov 20 the network met to discuss committee roles and future priorities and now aim to do more open events rather than socials, both as a network and in conjunction with others. Follow on action: EC14  in new action plan


	4d
	BAME network progress
	EDIM

HR OPS
	Promote mentoring schemes available at ICR/RM to find out if they meet the needs of the BAME forum. Assessment to be completed by Apr19.
	A review of the existing mentor schemes was done and decided these were not what was needed for ICR individuals so have encouraged participants from the networks to apply for Future Leaders and other ICR programmes. A wider review of training needs is underway in Dec 2020 around career pipelines and additional input needed. Follow on action: EC16  in new action plan
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